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OVERVIEW

Police Race Action Plan: Improving Policing for Black People, NPCC and College of Policing [Internet, last accessed July 2023]1

In this, our first annual report, we
provide recommendations for
how policing can create a truly
anti-racist service. 
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The task of the Plan cannot be
underestimated. Since
publication of the Plan, many
high-profile policing incidents,
investigations, and reports
including the landmark Casey
Review, highlight how three
years on, policing is still not fair
for Black communities. 

E X E C U T I V E  S U M M A R Y

It includes four main workstreams:
Internal Culture & Inclusivity; Use of
Powers; Community Engagement; and
Not Under-Protected Against
Victimisation. There are also two
enabling workstreams: Data and
Evidence; and Communication.

In May 2022, the Independent
Scrutiny & Oversight Board (ISOB)
was appointed to provide
overview and external scrutiny of
the Race Action Plan. In our first
year, we have found good
intentions and pockets of
promising activity that will aid in
creating a fairer policing system.
This, however, is not enough. The
Police Race Action Plan needs to
tackle the drivers of unfairness in
policing which means embedding
changes into the fabric of policing
itself.

In June 2020, following the murder of
George Floyd by US police officer Derek
Chauvin, the National Police Chiefs’
Council (“NPCC”) and the College of
Policing (“the College”) announced the
Police Race Action Plan.  With the
objective of improving policing for Black
people, the Plan seeks to build an anti-
racist police service. 
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https://www.npcc.police.uk/our-work/police-race-action-plan/
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KEY
Police Race Action Plan

Reports

Significant Event

T I M E L I N E  O F  E V E N T S
S I N C E  A N N O U N C E M E N T  O F
T H E  P O L I C E  R A C E  A C T I O N
P L A N

June 2020

July 2020

August 2020

October 2020

Race Action Plan
announced

Nicole Smallman and
Bibaa Henry found
murdered in Wembley

Met police twice as likely
to fine Black people over
lockdown breaches
The Guardian

Athletes Bianca
Williams and Ricardo
dos Santos stopped and
handcuffed whilst baby
in the car

Labour MP Dawn
Butler stopped by
police

Lamont Roper
drowns in the River
Lea following a MPS
pursuit in Tottenham

7th

2020

2021
14 Year old Black boy
punched and kicked by Met
police officers during arrest

17-year-old Ronaldo Johnson
dies as a result of injuries
sustained during a pursuit
by GMP

Met Police officer Charlie
Harrison jailed for breaking
a Black man’s knee in a
‘clear case of racial profiling’

National Stop and Search
Learning Report
Independent Office for Police Conduct

18-year-old Devonte Scott dies
as a result of injuries sustained
during a pursuit by GMP

West Mercia Police officer
sentenced for the manslaughter
of Dalian Atkinson

The Macpherson Report:
Twenty-two years on 
The Home Affairs Committee

Abimbola Johnson appointed
Chair of the ISOB

Review of IOPC cases involving
the use of Taser 2015-2020
Independent Office for Police Conduct

Update on IOPC thematic
focus on race discrimination
investigations
Independent Office for Police Conduct

Met Officers Jamie Lewis and
Deniz Jaffer jailed for taking
and sharing photos of Nicole
Smallman and Bibaa Henry

April 2021 1st

6th

13th

May 2021

June 2021

July 2021

August 2021

October 2021

December 2021

2021 2022

Operation Hotton Learning Report
published
Independent Office for Police Conduct

Local Child Safeguarding Practice
Review Child Q
Independent Office for Police Conduct

First iteration of the Plan published

Police Race Action Plan Public Survey runs

Mixed race 16 year old girl beaten and
strangled by arresting officer

ISOB Members appointed

Oladeji Omishore dies following
contact with two Metropolitan Police
Officers on Chelsea Bridge, following
multiple taser use

Six police forces in England placed in
special measures

Godrick Osei dies after restraint by
police

Research finds police racial bias in UK
Covid fines regime
University of Liverpool

Chris Kaba fatally shot by
Metropolitan Police Officer

State of Black Britain Report
Black Equity Organisation

Met stop recording ethnicity of
drivers stopped by its officers

Baroness Casey Report on
Misconduct in the Metropolitan
Police
Baroness Casey Review

February 2022

1stMarch 2022

May 2022 1st

May - August
2022

June 2022 1st

4th

30th

July 2022 3rd

5thAugust 2022

Strip search of children by the
Metropolitan Police Service
Children's Commissioner for England

8th

24th

September 2022 5th

26thOctober 2022

11th

17th

November 2022 Crime, policing and stop and search:
Black perspectives in context
Crest Advisory

8th

Met to overhaul 'racist' gangs matrix11th

December 2022 Forgotten voices: Policing, stop and
search and the perspectives of Black
children
Crest Advisory

Black Workforce Survey
NPCC

1st

15th

Merseyside officer, PC James Ennis, quits
after mistakenly recording himself
shouting racist abuse at his TV during a
news report featuring a Black person

IOPC launches probe into Gwent Police after
racist, sexist and homophobic WhatsApp
messages shared by dozens of officers are
found on a deceased officer's iPhone

Six officers from the Metropolitan Police,
Norfolk Constabulary and Civil Nuclear
Constabulary lose jobs for being part of
offensive WhatsApp groups which shared
grossly offensive messages

Over-policed and under-protected
The road to Safer Schools
Runnymede Trust

Police Race Action Plan survey results
published
I Can’t Breathe: Race, Death & British Policing
INQUEST

Death of PC Anagram Abraham
after allegations of bullying at work

The Ethnicity of Missing People
Missing People

Baroness Casey Review Final Report 
Baroness Casey Review

IOPC makes referral to the Crown
Prosecution Service over fatal shooting
of Chris Kaba

Strip search of children by the Metropolitan Police
Liberty Investigates

Police Federation Chair accepts Met is
institutionally racist, sexist and homophobic

30th Anniversary of the death of Stephen Lawrence

Strip search of children in England and Wales
Children's Commissioner for England

Release of ‘Holding our own: a guide to non-
policing solutions to serious youth violence’

Met police put spit hood on 90-year-
old woman and pointed Taser at her

First SVRO in the country issued

Police in West Yorkshire schools more
likely to use force against Black kids
Open Democracy

Stop and search: Suella Braverman
urges forces to 'ramp up' measure

Stephen Lawrence: BBC names new suspect
in UK's most notorious racist murder

Inquiry finds ‘Spycops’ operations to be
unjustified

Black youth worker Tasered by police loses
claim for damages

Liberty

Police watchdog forced to apologise after
court overturns clearance of officer who
punched Black pensioner

Four retired detectives who ran the first
Stephen Lawrence murder investigation will
not face criminal charges for their actions in
the case

Unnamed Black man dies following contact
with the Metropolitan Police in Croydon

Alliance for Police Accountability launched

2023

January 2023 16th

February 2023 10th

20th

1stMarch 2023

7th

21st

23rd

April 2023 6th

19th

22nd

25th

27th

May 2023 9th

June 2023 9th

16th

19th

26th

29th

30th

July 2023 5th

6th

15th

19th

Video circulates of Black woman handcuffed by
Metropolitan Police in front of her child in
Croydon after dispute over bus fare

21st

Met Police officers investigated after Black
woman, 90, handcuffed and put in spit hood

26th

Asian woman claims she was drugged and sexually
assaulted by Greater Manchester Police

27th

BBC Newsnight reports that former personnel
working on the Police Race Action Plan
experienced racism in their roles

UN Working Group of Experts on People of African
Descent declares racism in UK is "structural,
institutional and systemic"

E X E C U T I V E  S U M M A R Y

Avon & Somerset police
use PAVA spray on a Black
mother in close proximity
to her toddler after a
dispute over a bus ticket
escalates. Independent
panel subsequently finds
the use of force to be
disproportionate.
Findings accepted by
police.

December 2020 16th
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Since providing our feedback regarding
actionable metrics, an updated version
of the May 2022 Plan outlining further
metrics and deadlines has been
circulated to each of the 44 police
forces. We have fed back to the NPCC
that this should be published and that
the next iteration of the Plan should
centre on those principles.

Actionable and meaningful metrics are
missing from the Police Race Action Plan
published in May 2022. The provision of
clear metrics was a commitment given to
ISOB by the NPCC and the College when
the Board was being recruited. They
assist with providing a baseline from
which to measure success and clearer
more pragmatic guidance for local forces
and community members to consider
local activity. We would also recommend
that any updated versions of the Plan
specifically highlight what reports or
inspections it anticipates will cross over
with HMICFRS and IOPC work. 

Introduce tangible and
measurable performance

metrics

2

Identify clear areas of focus

3

The designation of some actions as
priorities and the lack of activity in some
key areas is a concern. For example,
there is no focus on stop and search in
the Plan despite this police power being
a major driver of mistrust of the police
by Black communities due to its racially
biased use.  These observations are
further developed in the workstream
specific sections of this report. 

Intersectional approaches – as
examples, taking into account the
unique experiences of Black women
and girls, Black people with mental
health vulnerabilities, and those who
speak English as a second language -
are also not as clearly outlined. The
Plan must better acknowledge
intersectionality to demonstrate a
developed understanding of the
nuances in the experiences of Black
heritage groups in England and Wales.

Increase engagement with
external stakeholders

4

A lack of stakeholder engagement has
repeatedly arisen during ISOB discussions
with the Race Action Programme. 

A national survey seeking public,
policing, and stakeholder views on the
Police Race Action Plan ran between
May and August 2022. However, the
survey closed with limited qualitative
discussion having been undertaken to
supplement written survey responses.
This was a key area of feedback the
ISOB had provided. 

This will act as a visible reminder to
forces that statutory bodies are
engaged with inspection against its aims
and will further incentivise them to
show commitment to implementation.
It will also assist members of the public
and officers and staff to push for local
adoption. 

The Plan acknowledges that retention and
promotion practices in policing manifest
racism, meaning that talented officers and
staff of colour are often overlooked, and
undervalued by the institution of policing.
Therefore, it is important that the Race Action
Programme itself is not subject to the same
unfairness. 

The Programme must flatten its structure
to both reduce the number of levels
between those in leadership and those
tasked with execution, and to better
reward talent, dedication, and delivery. 

Restructure the Race Action
Programme to better reflect an

anti-racism programme 

1

The structure of the Race Action
Programme is cumbersome. It is
hierarchical and closely follows
structures that exist within policing
itself. This matters because at its core,
the Plan is an anti-racism programme,
not an operational policing
programme. Report after report has
highlighted that the structure of
policing itself manifests racism and
other forms of discrimination. 

It is also crucial to ensure that
those who are responsible for the
Plan are genuinely dedicated to
anti-racism work and are
adequately supported and
resourced in that work.

We have concerns about the level
of burden carried by the
workstream coordinators, and the
frequent changes in personnel,
particularly by those who sit at the
delivery level and are the most
likely to have direct relationships
with stakeholders and local forces. 

These organisations set their priorities
and areas of focus years in advance. The
Plan should be ready to liaise with them
when those strategies are next reviewed. 

We were conscious that the majority of
people who come into contact with the
criminal justice system are under 25,
and further that not everyone
passionate about the implications of
racism in policing would feel able to
express their views in writing or within
the confines of the survey. 

THEMATIC
RECOMENDATIONS



Some communication will of course need
to be tailored to local areas such as
advertising meetings, local initiatives, and
pilots. However, there are clear areas of
national ownership for sharing
information with different audiences
including continued information about
the existence of the plan, its
commitments, performance metrics,
national standards, outcomes of
meetings with external stakeholders, and
accessible resources for police officers.
Access to the Plan information should
not be subject to a postcode lottery.

A consequence of poor communication
has been that positive pieces of work
delivered by the Programme are not within
public knowledge. This has a knock-on
effect on motivation within the Plan team. 

In our feedback to the Plan survey, the
ISOB recommended the creation of a
Race Action Plan website, regular public
updates, and a commitment to the
creation of an annual summit on race
developed alongside police forces, led
by communities and specialist anti-
racism organisations. This feedback has
been well received with promises made
by the Race Action Programme that it
will be implemented throughout 2023. 
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Information is not always shared
with the ISOB as openly as we
would expect. We have never been
told who the more
problematic/cynical/slow-adopting
forces have been. This is
information we have to gather
through subtext and forming our
own observations. 

Improve the flow of
information to the ISOB

6

The ISOB has limited access to
information about local delivery. The
Plan uses “Task & Finish Groups” and
“ice-breaker” forces to engage with
local forces. However, these
meetings are limited and are not
consistently used across the
workstreams. Where they are, there
are concerns that the meetings do
not provide a platform for open and
transparent sharing about challenges
and where things are going wrong. If
a force does not belong to one of the
above meetings, we have little to no
understanding of their Plan
implementation unless we can find
the capacity to organise meetings
with them. 

This highlights the need to provide safe
spaces for reflection and discussion, a
factor that again goes to the need for
resource in the programme. As a board of
professionals, every member has been
vetted, and we have agreed to abide by
the Nolan principles.  Increased candour
would assist us in effectively performing
our roles. 

To their credit, when we have been
able to engage with local forces
directly, we do find more willingness
to share lessons, areas with which
they struggle and require more
support. 

When ISOB has raised concerns about
communications, frequently the response
has been that communication should be
left to local forces. Although local forces do
have responsibility for implementation,
the Plan is still a national programme. 

Develop and deliver a clear
communications strategy

5

Much of the work completed in the
programme has been insular with limited
communication with the public. Key
milestones, deadlines, and updates are
rarely shared with the public and there
are few visible faces associated publicly
with the Plan.

The need for meaningful engagement
has been raised time and again by
Black communities, and anti-racism
and civil society organisations. It has
been cited as a reason why they are
reluctant to open themselves up to
involvement with the police. They do
not feel listened to, they raise
concerns of being “mined” for
information, of their names being
listed in publications to state they
have been consulted with without
demonstrable evidence that the police
have truly considered any of their
responses. 

The period since the survey closed
presented an opportunity for the Plan
team to build external stakeholders into
the mechanisms of the programme.
However, we have not seen evidence of
this happening with any consistency, or
in some cases, at all. This is in part due
to resourcing but has been driven by a
lack of consistent prioritisation of
engagement by the programme’s
leadership.



Provide adequate
resourcing to the Plan

7
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Resourcing of the Plan has been an
ongoing concern and risks undermining
the whole of the Race Action Programme.  

Much of the day-to-day work of Plan
implementation falls onto workstream
coordinators. To date, they have no
individual administrative support despite
having wide-ranging responsibilities for
the delivery of the Plan.  

Another difficulty is the frequency of
personnel changes in the Programme and
its sensitivity to individual dedication. 

Officers and staff involved in the
Programme are seconded from their
home forces. This has meant that
diligent and high-impact PRAP
personnel can be called back to their
local force without secondment
contracts being renewed. This leaves
vulnerabilities and gaps in the
Programme and creates a lack of
security and stability for personnel.
When an individual moves on,
therefore, it can also mean that work
simply draws to a halt. 

The Race Action Programme must put
in place clearer long-term structures to
support the organisational memory of
the Programme to become more
robust. This ought to include proper
functioning human resources and
project management systems within the
programme. 

A commitment has been made by the
new NPCC Chair, Chief Constable Gavin
Stephens, to reconsider the structure
and resourcing within the Programme. 



REITERATION OF THE POLICE RACE
ACTION PLAN
The NPCC and the College will publish a reiteration of the Race Action Plan in the
coming months. The next iteration of the Plan must demonstrate how the Race
Action Programme has learned, acknowledged, and implemented feedback
received from stakeholders and the public. 

The following is the ISOB’s high-level observations on each workstream and
recommendations for the Race Action Plan ahead of iteration. 
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Areas of concern

4 4

WORKSTREAM 1: INTERNAL CULTURE
AND INCLUSIVITY
To date, much of the ISOB’s scrutiny of the Internal Culture and Inclusivity
workstream has focused on activity arising out of the Police Uplift Programme
as it is an area of high activity. As we spend more time scrutinising other areas
of the workstream, we will reach a view about whether time and resources are
being focused on the right priorities.

There had been some positive achievements with the Police Uplift Programme,
especially the marked improvement in addressing bias in recruitment
campaigns, but there is still more to do. Recruitment of officers from Black
backgrounds is still far below equivalent population figures.  While the Race
Action Plan highlights disparities in recruitment processes, and the goal to
reduce those disparities, there is no routinely published data which tracks
progress towards this goal. 

We understand anecdotally that the Police Uplift Programme may have led to
higher rejection rates for Black and minority ethnic applicants, compared to
white applicants. 

Unfortunately, we are unable to make a formal assessment of this as data
from the recruitment process is limited. Forces track end-to-end recruitment
for staff and officers through applicant tracking systems (ATS). Policing on the
whole uses several systems and national data is not collected or made
available as policing is unable to integrate the information. 

30

31
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Racial disparities in
the Police Uplift
Programme

Lack of clarity on
desired outcomes

Lack of visibility with
key Black stakeholder
groups

Lack of scrutiny in
local implementation

Lack of strategy around
reaching the right
officers to generate
meaningful change

1 0E X E C U T I V E  S U M M A R Y

Police workforce England & Wales: 31 March 2022, GOV.UK, Published 27 July 2022. See Section 5 Diversity, Key Findings [Internet, last accessed
May 2023]

2

https://www.gov.uk/government/statistics/police-workforce-england-and-wales-31-march-2022/police-workforce-england-and-wales-31-march-2022#diversity
https://www.gov.uk/government/statistics/police-workforce-england-and-wales-31-march-2021/police-workforce-england-and-wales-31-march-2021
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WORKSTREAM 2: USE OF POWERS
The majority of the activity we have seen in the Use of Powers workstream
has focused on scoping and research around disproportionality in use of
Taser and development of technology to record ethnicity data in road
traffic stops by the police, an area not previously monitored or measured
by policing.

This workstream’s priority areas however miss key opportunities for
actionable and tangible change: 
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The Race Action Plan has deprioritised stop and search to
relative inactivity within its programme of work. 
There is a lack of intersectional focus in addressing how
different powers affect specific groups within Black
communities. 
Technologies such as facial recognition, body camera and
biometric capturing equipment are powers Black
communities and civil society groups have expressed
concerns about but have not been given specific focus in
the Plan’s actions over this year;
Some significant areas of police power have not been
included at all in the work of the Plan over this year, for
example the use of arrest and experiences in custody.
There has been a lack of engagement with key
organisations and individuals with specialist knowledge in
these areas.
There has been a lack of engagement with young people
by this workstream.

32

In the next iteration of the Plan, we expect to see clear measurable steps
to achieving agreement on how race disproportionality will be measured
and an outline of the consequences of what should happen when racial
disproportionality is identified. 



WORKSTREAM 3:
COMMUNITY
ENGAGEMENT

Although there has been some positive work
achieved by this workstream’s team, these
have come quite late in the year and
concentrate on scoping reflecting initial
foundational work that ought to have been
prioritised and enacted earlier in the
Programme. 

The Race Action Plan survey run last
summer elicited a relatively low
response rate (10%) from people from
Black backgrounds. Since then, several
aspects of the Community Engagement
workstream have yet to be progressed.
Many of these are the public-facing
actions and sub-actions designed to
keep different stakeholders engaged in,
informed about, and updated on the
Plan. This includes commitments to
publish information, engage with
external stakeholders, assess the role of
policing in schools and community
support activities, and engage with
seldom-heard voices from Black
communities. This trend confirms our
overarching concern about this
workstream which is that it is inward-
looking and does not work toward
systemic change.
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Areas of concern

The launch of the next iteration of the
Plan and any significant developments
needs to be supported by a strong
communications strategy and
complemented with community events.
Some of this work has begun, it is clear
that the team needs better structural
support to fulfil its ambitions.

Siloed working

Outdated/ineffective
methods of
engagement

Poor resourcing

Lack of involvement of
internal and external
communities in Plan
reiteration



WORKSTREAM 4: NOT UNDER-PROTECTED
AGAINST VICTIMISATION
It is important that the reiterated Plan demonstrates a developed understanding
of Protection and the many complexities that underpin it. Interrogating the role
the police plays in failing vulnerable people and leaving them susceptible to
becoming suspects in future, will be key to this.
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Areas of concern

Analysis of
disproportionate
crime types

The need to better
engage with experts
to guide work around
safety responses to
hate crime and
criminal exploitation

Stakeholder
engagement

Poor resourcing

Centralisation of this
work within local
Crime Prevention
Plans

A more nuanced
understanding of the
manifestation of
mental distress in
Black people

Support for missing
Black people

Better funding for this
workstream’s
objectives

We would also expect to see evidence
of improved connections with the
other workstreams. Cross-working is
needed with the Use of Powers
workstream as over-policing can be
seen as a form of under-protection. As
well as linking with pieces of work that
exist in wider policing, for example,
the use of out-of-court disposals; and
a clearer drive towards the
incorporation of restorative justice
models.



Accountability Forum

The Casey Review was an independent investigation into the standards of behaviour
and internal culture of the Metropolitan Police Service, led by Baroness Louise Casey. It
was commissioned following widespread public concern after Sarah Everard was killed
by a service officer in March 2021. The review began in February 2022 and completed in
March 2023, and found institutional racism, sexism, and homophobia in the
Metropolitan Police

The Baroness Casey Review

The College of Policing (CoP or “the College”) is a professional body for everyone working
across policing. It is an operationally independent non-departmental public body. 

College of Policing

Direct discrimination
"The Equality Act 2010 states that direct discrimination occurs where the reason for a
person being treated less favourably than another is a protected characteristic. This
definition is broad enough to cover cases where the less favourable treatment is
because of the victim’s association with someone who has that characteristic (for
example, is disabled), or because the victim is wrongly thought to have it (for example, a
particular religious belief).

When something is too large or too small when compared with something else.

Disproportionate

In the workplace, diversity focuses on the composition of a staff — demographics such
as gender, race/ethnicity, age etc.

Diversity

Each individual or group of people is given the same resources or opportunities.

Equality

Equity

Recognises that each person has different circumstances and allocates the exact
resources and opportunities needed to reach an equal outcome.

Inclusion
A measure of culture that enables diversity to thrive.

Indirect discrimination
When a policy that is applicable to everybody, disadvantages a group of people who
share a protected characteristic.

HMICFRS

His Majesty’s Inspectorate of Constabulary and Fire & Rescue Services (HMICFRS)
oversees, inspects and reports upon the efficiency and effectiveness of all Home Office
police forces, as well as other forces and agencies by invitation.

IAGs
Independent Advisory Groups (IAGs) are made up of members of the public who meet
to advise and offer ideas to police forces on a wide range of activities relating to local
policing. The main role of an IAG is to act as a 'critical friend' to the police. 

Institutional racism
The collective failure of an organisation to provide an appropriate and professional
service to people because of their colour, culture, or ethnic origin. It can be seen or
detected in processes, attitudes and behaviour which amount to discrimination through
unwitting prejudice, ignorance, thoughtlessness and racist stereotyping which
disadvantage minority ethnic people.

Intersectionality
A framework for conceptualising a person, group of people, or social problem as
affected by several discriminations and disadvantages. It considers people’s overlapping
identities and experiences in order to understand the complexity of prejudices they
face.

IOPC
The Independent Office for Police Conduct (IOPC) oversees the police complaints system
in England and Wales. It investigates the most serious matters, including deaths
following police contact, and sets the standards by which the police should handle
complaints. It is independent, and makes its decisions entirely independently of the
police and government.
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The National Black Police Association
The National Black Police Association (NBPA) seeks to improve the working environment
of Black staff by protecting the rights of those employed within the Police Service and to
enhance racial harmony and the quality of service to the Black community of the United
Kingdom. 

Accountability Forum Launch, Independent Scrutiny & Oversight Board, July 2022
Accountability Forum Workstream Discussion Sessions, Independent Scrutiny & Oversight Board, September - November 2022

3
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Established in 2022 by the ISOB, the Accountability Forum  consists of individuals,
organisations, leaders in local communities. The Forum holds the ISOB to account and
to highlight work in forum members’ areas of work. Themed online sessions for each
workstream ran in Autumn 2022.

4
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Glossary

https://drive.google.com/file/d/140Xgfo8ZtqJyuqNvgCm5J1u8OxCU5lZE/view
https://drive.google.com/file/d/140Xgfo8ZtqJyuqNvgCm5J1u8OxCU5lZE/view?usp=sharing
https://drive.google.com/file/d/1xvvBxhhxUGoznJj7FTjETNxcCr_ln2gJ/view
https://drive.google.com/file/d/1xvvBxhhxUGoznJj7FTjETNxcCr_ln2gJ/view?usp=sharing
https://drive.google.com/file/d/1xvvBxhhxUGoznJj7FTjETNxcCr_ln2gJ/view?usp=sharing


NPCC
National Police Chiefs’ Council (NPCC) brings UK police leaders together to set direction
in policing and drive progress for the public.

The Seven Principles of Public Life (also known as the Nolan Principles) apply to anyone
who works as a public office-holder. This includes all those who are elected or
appointed to public office, nationally and locally, and all people appointed to work in
the Civil Service, local government, the police, courts and probation services, non-
departmental public bodies (NDPBs), and in the health, education, social and care
services. All public office-holders are both servants of the public and stewards of public
resources. The principles also apply to all those in other sectors delivering public
services.

Nolan Principles

The principles are:

Selflessness: Holders of public office should act solely in terms of the public interest.

Integrity: Holders of public office must avoid placing themselves under any obligation
to people or organisations that might try inappropriately to influence them in their
work. They should not act or take decisions in order to gain financial or other material
benefits for themselves, their family, or their friends. They must declare and resolve
any interests and relationships.

Objectivity: Holders of public office must act and take decisions impartially, fairly and
on merit, using the best evidence and without discrimination or bias.

Accountability: Holders of public office are accountable to the public for their
decisions and actions and must submit themselves to the scrutiny necessary to ensure
this.

Openness: Holders of public office should act and take decisions in an open and
transparent manner. Information should not be withheld from the public unless there
are clear and lawful reasons for doing so.

Honesty: Holders of public office should be truthful.

Leadership: Holders of public office should exhibit these principles in their own
behaviour. They should actively promote and robustly support the principles and be
willing to challenge poor behaviour wherever it occurs.

Operation Hotton was a series of nine linked independent investigations concerning
serving police officers from the Metropolitan Police Service, (MPS). Most officers held the
rank of police constable and were predominantly based at Charing Cross Police Station.
The two year investigation found evidence of racism, misogyny, harassment and bullying.

Operation Hotton

Police and Crime Commissioners (PCCs) are directly elected politicians who are
responsible for securing an “efficient and effective” police force for their area. A PCC
represents every police force area in England and Wales with the exceptions of London,
Greater Manchester and West Yorkshire where the powers of the PCC are held by an
elected mayor. PCCs have several key functions, including appointing a chief constable,
holding them to account, and if necessary, dismissing them. 

Police and Crime Commissioners

The Police Federation of England and Wales is the staff association for police
constables, sergeants and inspectors (including chief inspectors). It is one of the largest
staff associations in the UK representing more than 130,000 rank and file officers.  

Police Federation of England and Wales

Programme Board/Race Action Programme

The Programme Board is entrusted with the delivery of the national Race Action Plan. 

Racism

The official report of the Stephen Lawrence Inquiry states that ‘Racism in general
terms consists of conduct or words or practices which disadvantage or advantage
people because of their colour, culture, or ethnic origin. In its more subtle form it is as
damaging as in its overt form.’
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Stephen Lawrence Inquiry

On 22 April 1993, Black British teenager, Stephen Lawrence, was murdered in an
unprovoked racist attack. An inquiry into his death and the Metropolitan Police’s
response was led by the late Sir William Macpherson. The Inquiry, and subsequent
report published in February 1999, found institutional racism in the Metropolitan
Police, as well as major failings in its investigation and in the way Stephen Lawrence’s
family and his friend Duwayne Brooks were treated.

Protected Characteristics

The following are protected characteristics under section 4 of the Equality Act 2010:
age; disability; gender reassignment; marriage and civil partnership; pregnancy and
maternity; race; religion or belief; sex; sexual orientation.



ABOUT THE INDEPENDENT SCRUTINY AND OVERSIGHT BOARD (ISOB)
The Independent Scrutiny and Oversight Board (ISOB) exists to provide overview and external scrutiny of the Police's Plan of Action.

The focus of the Plan is on the experiences and concerns of Black people due to the starkness of the racial disparities present in policing's interactions with Black communities.

A B I M B O L A
J O H N S O N
C h a i r  &  W S 2

Abimbola Johnson is an award-winning human rights barrister who practises from Doughty Street Chambers. She was called to the Bar by the
Inner Temple in 2011.

C O L I N  D O U G L A S

Strategic communications
and marketing specialist.
Colin's clients have
included the Equality and
Human Rights
Commission, Financial
Ombudsman Service,
Charity Commission and
the Government
Commercial Function
based in the Cabinet
Office.

N I C K  G L Y N N

S e n i o r  P r o g r a m  O f f i c e r
a t  O p e n  S o c i e t y
F o u n d a t i o n s .  N i c k  l e a d s
w o r k  o n  p o l i c e
a c c o u n t a b i l i t y  a n d
j u s t i c e  i n  E u r o p e ,
c o v e r i n g  p o l i c e  p o w e r s ,
p o l i c e  u s e  o f  f o r c e /
v i o l e n c e ,  p r o t e s t ,  d r u g
p o l i c y  r e f o r m ,  m a n d a t o r y
d e t e n t i o n  a n d
d i s c r i m i n a t i o n  w i t h i n  t h e
c r i m i n a l  l e g a l  s y s t e m .

K A T R I N A  F F R E N C H

F o u n d i n g  d i r e c t o r  o f
U N J U S T  C . I . C .  K a t r i n a  i s
o n  a  m i s s i o n  t o  a d d r e s s
d i s c r i m i n a t o r y  p r a c t i c e s
a n d  p o l i c i e s ,  U N J U S T  i s
f o c u s e d  o n  r e i m a g i n i n g
p o l i c i n g  a n d  t h e  c r i m i n a l
l e g a l  s y s t e m ,  p r o m o t i n g
p u b l i c  s a f e t y  a n d
e m p o w e r i n g  t h e  p u b l i c  t o
b e  a g e n t s  o f  c h a n g e .

A  d a t a  s c i e n t i s t  w h o  h a s
w o r k e d  i n  t h e  i n d u s t r y
f o r  t h e  l a s t  n i n e  y e a r s ,
p r e d o m i n a n t l y  w i t h i n
t h e  p u b l i c  s e c t o r ,
s u p p o r t i n g  t h e  H o m e
O f f i c e ,  T h e  M i n i s t r y  o f
D e f e n c e  a n d  t h e
M i n i s t r y  o f  J u s t i c e ,
r e p o r t i n g  a n d  a d v i s i n g
o n  s e n s i t i v e  h i g h
s e c u r i t y  d a t a .

R A C H E A L  G R A N T R A M  J O S H I

E x p e r i e n c e d  p o l i c y
p r o f e s s i o n a l  w i t h  a n
e x c e l l e n t  t r a c k  r e c o r d
o f  l e a d i n g  t h e
d e l i v e r y  o f  p u b l i c
p o l i c y  i n i t i a t i v e s .  R a m
i s  a  s e n i o r  l e a d e r  i n
t h e  C i v i l  S e r v i c e ,  a n d
a l s o  h a s  e x p e r i e n c e
o f  w o r k i n g  i n
f i n a n c i a l  s e r v i c e s
r e g u l a t i o n .

Abimbola is also a legal commentator and writer. She has been featured in The Guardian, Elle magazine, Bloomberg, Thomson Reuters,
Channel 4 News, The Metro, and Sky News. Her writing appears on the reading list for the LSE’s LLB(Hons) course.

Abimbola graduated from the St Peter’s College, University of Oxford with a degree in Law (Jurisprudence) in 2009.
Abimbola chairs the ISOB and has specific scrutiny over workstream 2, use of powers.

Abimbola sits on a number of boards and advisory panels: She is a legal trustee for The Advocacy Academy; an editorial board member for the
Criminal Law Review; a management committee member of the Black Barristers’ Network, and a member of the advisory board for The Howard
League’s project “Making Sure Black Lives Matter in the Courtroom”. 
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W S 1 ;  W S 3 W S 2 W S 3 ;  W S 4 D a t a  &  E v i d e n c e ;  W S 4 D a t a  &  E v i d e n c e ;  W S 1 ,
W S 2
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C O N T A C T  U S

info@policeisob.co.uk

Visit the ISOB website
www.policeisob.co.uk

Sign up to the ISOB Newsletter

Email us

Follow us on Instagram

Follow us on Twitter

Follow us on Linkedin
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